Abstract
Introduction
Over the last two decades, the growing number of mergers and acquisitions (M&A) stories, has compelled researchers to explore the less tangible socio-cultural variables in economic relationships between firms. To meet the demands of the competitive market forces, M&A are crucial growth catalysts to sustain in the business world. (King et.al.2004) cited that "despite decades of research, what impacts the performance of firms engaging in M&A activities remains largely unexplained" Variables such as "Cultural Fit", 'Role of Leadership during M&A" and "employee's perceptions relating to Trust" still remains unexplored. While adapting to the transition phase of the organization from the initial security to uncertainty, the vulnerabilities and psychological ownership of the employees still remain pristine. Although, a large body of research has emphasized on the financialand operational aspects of the M &A, it has also been observed that research pertaining to employee's psychological outcomes during the process of integration and post the merger has been side-lined. A probable limitation about the disturbing silence, possibly could be that the strategic partners of the merging firms themselves are unsure about the effects of the different variables. Moreover, a smooth economically benefitting transition is of the foremost priority of the merging firms and hence the chosen silence.
In the recent years, there has been a paradigm shift in understanding the success and failure of M&A. The centrality of trust in economic relationships (Kroeger, 2011) are some of the critical issues in the post-acquisition integration process.
Drawing from the inferences of the above cited literature, the objective of this research paper is to understand the cultural disparity in the organizations and the disparity in the organizations and the leadership role in the cultural amalgamation of the emerging firms.
To add further, this study attempts to develop an integration model based on the individual and organizational dynamics of trust from the existing literature.
Theoretical Frameworks of Leadership
Organizations, globally have successfully used M&A strategies for achieving their developmental agenda. Globally, organizations are stressing upon improving the leadership pipeline to enhance employee's performance under a M&A strategy. The role of leadership in reshaping merging organizations and retaining both individual and institutional trust is paramount, yet remains unexplored. Sitkin and Pablo (2005) argue that there is an incomplete understanding of how M&A leadership influences M&A outcomes. In the context of M&A, where there is uncertainty and turbulence, scholars have obviously linked it to an escalation and collapse of trust. The unpredictable situation of M&A becomes a breeding ground for distrust, easy to misinterpret, and people feel vulnerable.
This change in perspective of leadership is obvious as in the recent year's organizations have gone through dramatic changes; by adopting flatter and loser structures, downsizing/right sizing the manpower and horizontal approaches to information flow. Of course, these changes are due to rapid technological developments, global competition and the changing nature of the workforce, which demand for organizational transformations and innovations, total quality management and business process re-engineering. Leadership is regarded as a critical factor in the initiation and implementation of these transformations in the organizations. Burns (1978) discussed leadership as transforming and on occasion, as transformational. Both the leader and the led are transformed -sharply changed in performance and outlook, but transforming others is, one of the effects of the leadership. We also need to examine the behaviour of transformational leadership and the attribution given to transformational leadership on a moral basis that, the process of vision articulation and choice are matters of moral concern, not just the consequences Burns (1978) , Bass (1985) and Howell and Avolio (1993) among others have examined the morality of transformational leadership. According to Burns, to be transformational, the leader has to be morally uplifting.
For Bass, in his early work, transformational leaders could be virtuous or villainous depending on their values. Howell and Avolio felt that only socialized leaders, concerned for the common good, can be transformational leaders. Personalized leader, primarily concerned with their own self -interest, could not be truly transformational leaders. Publically, however, and at a distance, they could act, truly transformational although privately they were more concerned about themselves. O'Connor, Mumford and colleagues (1995) showed how authenticity in world class transformational leaders could result in destructive outcomes. Pillai (1999) indicated that leadership behaviour, affects employee trust in the organizational framework and its leaders. Thus, in the current state of economics globalization, trust has become an increasingly important key to industry core competitiveness. Subordinate's willingness to fulfil commitments and achieve organizational vision relies on trust in the leader. Establishing this trust, depends on originates from the abilities of leaders (Yukl 1998 ).
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The Dynamics of Trust during Mergers and Acquisition
Central to most definitions of trust, notions of risks and vulnerability co-exist. Trust has been defined as a "psychological state comprising the intention to accept vulnerability based upon positive expectations of the intentions or behaviour of another" (Rousseau et al 1998) Despite Rousseau's (1985) emphatic demand to study trust from an individual as well as institutional point of view, multilevel research is nascent at best. For the success of the organization, exploring the critically important aspects of organizational trust is essential. It is a fact that trust acts as the adhesive which binds the leader and followers and is the factor for organizational and leadership success. Trust has been described as the 'social glue' (Fukuyama, 1995) or social lubricant (Spreitzer & Mishra, 1999) , that is needed to hold diversified global organizations together and a lack of which could cause them to fail. In the context of a merger, trust fosters integration, cooperation and commitment to shared goals. A number of features of merger have been associated with lower levels of trust, namely mode of the takeover, cultural disparity, differences in leadership styles, uncertain economic context, poor quality communications, erosion of autonomy& etc. Moreover, factors like absence of reward and job security enhancement, lower levels of organizational justice also impact the trust levels of the employees. Developing and maintaining trust is especially important for managers as they are the primary designers of the organizational form and are the initiators of major changes that take place in the organization. (McAllister (1995) ; Daley & Vasu (1998) ; Davis et al(2000) PEOPLE: International Journal of Social Sciences ISSN 2454-5899
Psychological Ownership during Mergers and Acquisitions:
Building on the three recognized dimensions of psychological ownership (i.e., belonging, self-efficacy, and self-identify, Pierce et al., 2001) , the concepts of territoriality and accountability are posited as additional aspects of psychological ownership.
If we are to explore the relation between institutional trust and identity in the context of mergers, we need to understand the nature of the organizational identity of the merging firms which have cultural disparity. Specifically, it has been noted that individuals establish, maintain, reproduce and transform their self-identity through interactions with tangible possessions (Dittmar, 1992) and intangibles such as an organization, mission or purpose (Rousseau, 1998) . The individual identification to one of the merging firm and the adaptation to the new norms and cultural fit to the same are attributed to the prevailing and the new culture of the merging firm.
When people feel like owners in an organization, their need for belongingness is met by ''having a place'' in terms of their social and socio-emotional needs being met. The need to belong in a work place may be satisfied by a particular job, work team, work unit, division, organization or industry as a whole. This definitely is in jeopardy in case of M&A.
Accountability can be considered to be a component of psychological ownership primarily through two mechanisms: (1) the expected right to hold others accountable and (2) the expectation for one's self to be held accountable. This still remains an area that is still unexplored in relation to employee's accountability during M&A.
Self-efficacy relates to people's belief that, they can successfully implement action and be successful with a specific task (Bandura, 1997 ). White's (1959) As on the part of internal and external communication for employee morale and trust,
Methodology
Vodafone has an open environment which promotes easy accessibility of information.
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Transparent availability of information induces employee accountability prima facie and this strengthens the trust of the strategic level managers on the employee. Hence, individual trust level escalated owing to increased accountability and increased self-identity along with the interplay of balanced organizational trust dynamics attributed to enhanced customer response and employee turnover.
Reliance Jio -Infotel Broadband (2010-11)
Reliance Industries, led by Mukesh Ambani finally decided to venture into the lucrative dream of the telecom sector after the lapse of non -competition agreement in 2010.
In its pursuit, it was decided to acquire Infotel Broadband, which earned the right towards 22 Unlike the other mergers and acquisitions which look for market capitalization and growth, the intent behind this acquisition by Reliance was to create an innovative platform.
To elucidate, Reliance through its earlier ventures, gained experience in voice-calling services. However, mobile data services in the millennium were seemed to be perceived as luxury services, which could only have been afforded by the urban customers.
With the acquisition of wireless broadband services over all India, Jio Infocomm their own personalities. The employees at the decision-making strata as well as the strategic level were given a relief, after announcing a 5 -day week to optimize the potential of the workforce. The recreational time was afforded as such for the self -efficacy model to be prevalent among the employees. Accountability and self-identity amongst the employees were equivocally ambiguous and was curtailed by the sales boom which followed the roll-out plan. However, at the organizational level, the trust factor remained pivotal as strategic planning and executive actions were smoothly executed without substantial and expected hurdles.
Bharti Airtel -Telenor
The Bharti Airtel and Telenor merger is a significant merger in the Telecom Sector. It is a merger of no outflow for future liability and current debt. This merger displays the cultural disparity norms in a balanced manner pertaining to its dependence on the individual and organizational trust dynamics which have interrelated virtues in displaying trust and leadership.
Vodafone -Idea Cellular
Vodafone India is a wholly owned subsidiary of the Vodafone Group. Vodafone's corporate culture is that of holistic, employee oriented training. The company manifesto states the presence of regular feedback from freshly inducted managers to assess the efficiency of the training modus operandi and the outcomes. The premerger net profit dip in Idea's revenues of 4 billion rupees was a pre-cursor to the pertaining merger.
The evaluation criteria are multi-disciplinary and cohesive. An in-house study states 21% improvement in clarity of the training and enhancer models, 20% increase in understanding of skill and 8% increase in training effectiveness. The Trust factor, postmerger remains constant owing to the implication from the study with an enhanced view on psychological ownership wherein, the factors of self-identity, self-efficacy, belongingness and accountability. The impact on communication between the two company professionals post the merger is the only contention. This is attributed to the prevailing differences in the modus operandi of functioning and decision making of the two merging companies. Its effect is projected in a not so enhanced increase in organisational trust. Cultural fit and it's attributed differences are however, lined with the desired post-merger derivatives.
Idea Cellular, post-merger has maintained its innovation plank, having received the 
Conclusion
This study firmly concludes that there are several alternative ways of conceptualising the role of leadership in the smooth integration of culturally diversified firms. However, the relativeness of different views makes it challenging to institutionalize the cultural synthesis of the merging cultures. Hence, constructions of frameworks through grounded theories and its applicability needs further research. Moreover, the quest for multiple methods which includes PEOPLE: International Journal of Social Sciences ISSN 2454-5899 both quantitative and qualitative data sources is an impending requisite for the holistic wellbeing of the cultural and leadership orientation of the merged entities.
